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ダイバーシティ推進におけるキャリア管理の課題 :
ドイツ・スイスの企業調査からの示唆








































































































































































































































































































































































































































































































































































































































































































































































































































を展開 る企業を対象に調査を行った（表 1）。 
 ドイツ：金融 2 社、製造 2 社 
  スイツ：金融 1 社、製造 1 社 
調査期間は、2019 年 8 月 26 日～9 月 4 日で
ある。 
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Challenges in Career Management While Promoting 
Diversity Management
―Suggestions from a Survey of German and  
　Switzerland Companies―
　Although an increasing number of 
Japanese companies are promoting diversity 
management, most companies are lagging in 
advancing diversity. Japanese companies are 
characterized by homogeneous and group-
oriented human resources (HR) management, 
and the company is responsible for personnel 
transfers and development, with HR 
departments having very strong authority 
over personnel matters. Therefore, there is 
little leeway for individual employees to make 
career choices, such as their job assignment 
or their work location. This seems to be 
inconsistent with the advancement of diversity 
management, which places importance on 
employee diversity.
　In European countries, HR decisions on 
issues such as hiring and transferring are 
often made by the line manager rather 
than the HR department, and thus, career 
management is implemented in proximity to 
the individual employees and is based on their 
personal issues and needs. We examined the 
types of mechanisms that European companies 
have in place regarding HR decisions to 
obtain implication for Japan. In this study, 
we interviewed six German and Switzerland 
companies to discover their current policies for 
promoting diversity and the manner in which 
they are implementing HR management.
　Based on our interviews, we identified the 
following five points.
　1. All the companies indicated that 
diversity management is a key management 
strategy and that strong commitment from 
top management determines the overall 
direction. On the other hand, the workplace 
is responsible for the areas of diversity and 
the policies it develops. This is because it is 
deemed more effective if the circumstances of 
each workplace determine the aspects of HR 
diversity that are emphasized and the policies 
that are best.
　2. The line manager has authority over 
156
decisions on hiring, placements, and transfers, 
while the role of the HR department is to 
advise and support the various business 
divisions. Transfers are implemented 
according to the desires and circumstances 
of the employee; thus, the employee’s right to 
decide is stronger in Europe than it is in Japan. 
In Japan, such decision-making authority is 
concentrated in the HR department. 
　3. Hiring and transfers are implemented 
in a way that reflects the viewpoint of the 
organization’s management. Regarding HR 
development, European companies tend 
to place importance on having experience 
in several departments by ensuring that 
employees do not remain in the same positions, 
such as by having their supervisor recommend 
a job rotation. In particular, for talented human 
resources who are deemed management 
material, HR development proceeds in a 
planned manner, because information on 
such individuals is shared throughout the 
organization.
　4. Importance is placed on career 
consultations so that individuals’ career 
development needs can be coordinated with 
the organization’s plans for their development. 
Based on the outcome of the consultation, 
consideration can be given to future job 
rotations, expansion of work responsibilities, 
and so on with a focus on people’s medium- to 
long-term career path.
　5. A framework for the development of 
managers and initiatives to raise awareness 
are established so that supervisors, who play 
an important role in HR decision-making, can 
practice inclusive management.
　At German and Switzerland companies, 
where line managers have greater HR 
authority than their counterparts in Japan, 
HR management is based on employees’ 
needs and circumstances. Employees can, 
therefore, develop their careers on their own 
accord. At the same time, it is also important 
for organizations to closely communicate 
with their employees, such as through career 
consultations, so that they can achieve what 
their organizational goals set out while 
considering employees’ needs.
